INTRODUCTION
Many observers of the legal profession have noted that the number of women graduating from law school and entering the legal profession has increased significantly in the past two decades.
1 Nonetheless, women still opportunities that would allow them to showcase their skills and earn promotion.6 When women lawyers are disaggregated into distinct racial groups, we see that the challenges confronting women lawyers, as a whole, are not always the same in nature or degree. There are common patterns to gender that unify women lawyers in their struggle for professional advancement, but not all women perform or experience gender in the same way. Many of the challenges confronting women lawyers of color are unique and different from the challenges confronting white female lawyers. For women of color, race is not merely an added layer that makes them subject to additional challenges, but rather a component of their identity that intersects with gender to expose them to unique challenges. 7 This reality was revealed in the ABA's 2010 study of women of color in law firms. In that study, the ABA found that women of color in the legal profession fare worse than white women and men of color. 8 For example, while 17% oflaw firm partners were women in 2004, only 4% were women of color. 9 This Essay calls for more racially disaggregated inquiries into the experience of women lawyers in an effort to more accurately identify the unique experiences and challenges of women of color, and the degree to which those experiences vary depending upon the racial background of the woman lawyer.
This Essay examines the experience of black women lawyers and argues that this group confronts unique challenges arising from the intersection of their race and gender. The racial identity of women lawyers matters because it creates a unique context in which a particular group of women experience the legal profession. This is not because each racial group possesses some essential characteristics that make all of its members the same. 10 Rather it is because each racial group has a unique history that locates it within the law and the larger society and positions it relative to the dominant racial group.
11 Moreover, each racialized and gendered group has a unique set of stereotypes assigned to it that influences how others view and interact with members of that particular group. 12 The result of this is that black women have a different position and experience in the legal profession when compared not only to their white female peers, but also when compared to other women of color. In other words, the level of abstraction matters when attempting to identify challenges confronting women lawyers of color and the solutions that may aid in overcoming those challenges. This Essay explores some of the unique obstacles to professional advancement black women lawyers confront and suggests some modest measures for grappling with some of these obstacles.
I. NOT MERELY A PROBLEM OF NUMBERS
Black women are not newcomers to the legal profession. The first African American woman to become a lawyer, Charlotte E. Ray, graduated from Howard University School of Law and was admitted to the bar in 1872, less than a decade after the end of race-based slavery. 13 Despite the presence of black women in the legal profession for over a century, one challenge that continues to confront black women lawyers is entry to the profession. Admittedly, since the 1970s there has been steady improvement in the number of black women becoming lawyers. In the two decades between 1970 and 1990, the number of black women lawyers increased dra- matically from 446 to over 11,000.
14 As more black women enter the legal profession, it is likely that more black girls and young black women will aspire to become lawyers. In a recent qualitative study on African Americans in the legal profession, one black female lawyer study participant said that it was not until she saw a black female judge on an elementary school field trip that she realized that she too could be a judge someday. 15 This statement speaks to the importance of young black girls and women seeing their intersecting identity represented in the legal profession, which signals to them that they can achieve that particular position in life. Currently, young black girls and women see more examples of black women in the legal profession than ever before. Moreover, it should be noted that compared to black men entering the legal profession, black women are faring quite well. Currently, black women in law school outnumber black men three to one. 16 Yet given the declining numbers of black enrollment at U.S. law schools in recent years, the profession should be concerned with potential regression in the number of black women who are entering law school and becoming lawyers. 17 Being mindful of and working to improve the number of black women entering the legal profession is still an important goal, but improving the professional experience and opportunities of black women who become lawyers is the focus of this Essay. Like women generally, the primary problem for black women has not been getting into law school and, subsequently, becoming a lawyer. The primary challenge for black women has been advancing within the profession and ascending to positions of power.
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II. THE STRUGGLE TO PORTRAY A PROFESSIONAL IMAGE
Presenting and maintaining a professional image is important in the workplace; particularly the professional workplace. All persons in the workplace must contend with the appearance expectations of employers and society. People who are deemed unattractive have a more difficult time obtaining employment and are evaluated less favorably than their peers who are viewed as attractive.
19 To state it bluntly, appearance matters. Since entering the workplace, black women have struggled to present the image of the ideal female worker in order to satisfy employers' desire for all female workers to approximate the normative image of the ideal female worker. The white woman's image with slender body type, European facial features, light skin, and straight flaxen hair has become the archetype of the ideal female worker, especially in the context of the professional workplace.
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While European beauty bias in the workplace affects black women in many ways, the primary challenge for black women in presenting and maintaining a professional image is hair. Because most black women have hair that grows up into an Afro naturally and does not hang down, black women have to go to greater lengths than their non-black female peers in order to conthat this drop has occurred despite the fact that applications to law school from these groups have remained constant in number and law school enrollment overall has increased); Leigh In law, women constitute about half of new entrants to the profession, but less than a fifth of law firm partners and Fortune 500 general counsels, and less than a third of federal judges and law school deans. The gap widens for women of color, who account for only about four percent of congressional legislators, three percent of full professors, and one to two percent of corporate officers, top earners, law firm partners, and general counsels. Jd at 614 (footnote omitted).
DEBORAH L. RHODE, THE BEAUTY BIAS: THE INJUSTICE OF APPEARANCE IN LIFE ANDLAW27 (2010).
20. It is important to note here that there is a beauty bias in the workplace that all women struggle with, including white women. See generally id.
form to employers' expectations of straight or lightly curled hair that hangs down. The burden imposed on black women to satisfy white beauty standards is best articulated in Chris Rock's documentary film Good Hair, which chronicles how black women have to either chemically treat their hair to get it straight or have straight hair extensions sewn into their hair.
21 Both processes are very expensive to maintain and chemical treatments can result in hair loss and unhealthy skin conditions.
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When black women enter the legal profession, they are cognizant that law as a profession and corporate law firms, in particular, are conservative in their perception of what constitutes the image of the professional black woman. Black women lawyers are well aware of the bias held by employers against natural hairstyles for black women. 23 They also know that employers can refuse to hire them or even terminate them once hired if they choose to wear their hair in styles that accommodate their natural hair texture. 24 In the elite environments of law practice, the texture and length of a black woman's hair "becomes a proxy for legitimacy and determines the extent to which [she] can 'crossover' from the private world of segregation and colonization (and historically, in the case of black women, service in another's home) into the mainstream of American life." 25 Unstraightened or "nappy" hair is viewed, perhaps subconsciously, as evidence of a black woman's inability or unwillingness to assimilate into the conservative profession of law. It tacitly signals to others in the profession that this woman does not really belong. Moreover, since appearance influences evaluations of competence and job performance, an inability or unwillingness to conform one's appearance to the professional ideal may call into question the professional 21 . GooD HAIR (Chris Rock Entertainment 2009). In the black community, the phrase "good hair" is often used to refer to a black person's hair that is of a texture that closer approximates the hair of white people, meaning that it will hang down when grown long or at least Jay down when brushed. "Good hair" is less kinky, meaning its curls are not as tight and its texture is Jess coarse and generally does not require chemical treatment to get it to lie down. Black people also often refer to hair as having a "grade" because black hair can vary in curliness and texture along a spectrum from extremely wooly and tightly curled to slightly kinky yet still somewhat coarse, so smooth yet loosely curly, to smooth, silky, and straight.
22 23. For a discussion of these biases, see id. at 1107-10. 24. !d. at l 093-97 (reviewing the employment discrimination case law upholding negative employment action against black women who failed to conform their hair to employers' expectations which were based on the image of white women who have hair that is straight and hangs down rather than hair that is kinky and grows up and out into an Afro). Professor Onwuachi-Willig argues that "black women receive Jess protection from the Jaw than both white women and black men in their attempts to satisfy society's gendered expectations for appearance. judgment and competency of black women who opt to wear their hair in its non-conforming natural state. 26 Ethnic hairstyles for unprocessed or natural kinky hair, such as braids, cornrows, or finger waves, often are viewed as unacceptable presentations of black women who desire to be viewed as professional.27 Accordingly, most black women are confronted with the dilemma of whether to straighten their hair or wear a hairstyle that will accommodate their natural hair. The choice to wear black hair in its natural state is a voluntary assumption of the risk of negative assessments by workplace supervisors and colleagues. Rather than risk having their hair become an impediment to career advancement, many black women cover their natural hair with a wig or chemically treat their hair so that it can be worn in styles that lay down and conform to society's definition of professional womanhood.
It should be noted that not all black women lawyers carry the same burden in presenting a professional image. Those with more Eurocentric facial features, hair texture, and skin color enjoy a degree of white privilege that enables them to more easily approximate the image of the ideal professional woman, and as a result they are less burdened by the bias in favor of European standards ofbeauty. 28 The struggle to portray a professional image is not one contrived by black women. It is a struggle that all women confront_29 Yet black women lawyers confront unique challenges around appearance, especially when it comes to hair, and those who embrace their natural locks find little protection in the law and may suffer negative assessments of competency, thereby frustrating their advancement in the legal profession. 30 As more black women with proven records of professional , which upheld the right of an employer to prohibit the wearing of braids in the workplace, despite the fact that this categorical prohibition had a disparate impact on black women with natural unprocessed hair); see also Hollins v. At!. Co., 188 F.3d 652, 655-57 (6th Cir. 1999) (upholding the action of an employer who refused to permit a black female employee to wear finger waves in her hair despite the fact that the finger waves arguably fell within the employer's grooming policy which required employees to have a "neat and well groomed hair style").
28. In a groundbreaking essay, Peggy Mcintosh identified the various ways that her whiteness operated to privilege her in daily life, such as being able to walk into any hair salon and find a hair stylist who can deal with her hair and being able to shop alone and be assured that she will not be followed or harassed by store personnel. 30. It should also be noted that black women who venture too far from their natural appearance in presenting their hair in the workplace may also suffer negative consequences. achievement embrace natural hairstyles, employer distaste for black women's natural hair will hopefully dissipate further.
III. STEREOTYPES TN THE WORKPLACE
Appearance-based bias is closely connected to the practice of stereotyping because both incorporate assumptions about an individual based on the individual's physical appearance. While the ABA's study of women of color in law firms reveals that women lawyers of color are likely perceived differently by their professional peers, the professional identity of black women lawyers is shaped, in part, by the particular stereotypes applied to black womanhood. 31 Regina Austin in her groundbreaking law review article entitled Sapphire Bound! used bell hooks's work to articulate and examine the stereotypes that are applied to black womenY These stereotypes include the domineering and emasculating Sapphire, also known as the strong black woman, who Austin calls the "stereotypical black bitch." 33 The other primary stereotype applied to black women is the hypersexual promiscuous Jezebel who uses her sexual prowess to seduce unsuspecting men, particularly white men, in a plot to extract some benefit from the man. 34 The third primary stereotype applied to black womanhood is virtually the complete opposite of Sapphire and Jezebel. It is the desexualized, selfsacrificing and nurturing Mammy. 35 Mammy historically is portrayed in media as overweight, dark skinned, with short kinky hair; she is always pleasant in her interactions with others, very patient and kind, and always puts the needs of others before her own.
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Black women lawyers are well aware of the stereotypes that are ascribed to their black female bodies. The 2010 ABA study revealed that women of color often reported that they felt like they could not be themselves in the law firm environment--that they had to downplay their femininity and "mannify" themselves. study of African American women reported that 97% of black women acknowledged that they are aware of negative stereotypes applied to black women and 80% of those women surveyed acknowledged that they had been personally affected by these negative stereotypes. 38 Black women who become lawyers are no exception; they too are aware of the stereotypes surrounding their gendered racial identity and they are constantly performing their professional identity as lawyers in ways that seek to avoid confirming these negative stereotypes. Black women cannot afford to lose their temper or even assert their positions too strongly because doing so could cause them to be viewed as Sapphire, the angry black woman. In a recent collection of interviews of women lawyers of color, one black female lawyer demonstrated that she was acutely aware of the Sapphire stereotype applied to her gendered racial identity when she stated, '"Well, the choice I made early on was that I did not want to be stereotyped as sort of the "big, black, angry woman." That I am.
[laughs] And so I think I made my natural personality-! made myself very, very reserved professionally."' 39 As revealed in this testimony, black women monitor and restrict their workplace conduct so as not to be viewed through the lens of a stereotype applied to their gendered racial identity.
Another stereotype that black women lawyers seek to rebut in the workplace is the hypersexual Jezebel stereotype. 40 The behavior modification necessary to rebut this stereotype might include choosing clothing that does not accent the curves that black women tend to have and rebuffing lunch or other invitations from white male colleagues. Black women understandably want to avoid being cast as Jezebel because such an identity is inconsistent with the professional identity they want to create for themselves, but they may also seek to avoid the Jezebel label for fear that being viewed in this way might subject them to sexual harassment in the workplace. Such a concern is not necessarily misplaced. Psychologists argue that stereotypes fuel sexual harassment, and at least one psychologist posits that racial and gender stereotypes about black women may put them at risk for experiencing sexual harassment and greater negative outcomes associated with the harassment. When black women lawyers do become the object of sexual harassment, they may be more likely to suffer in silence, and not file a complaint for fear that the offending male co-worker will successfully deploy the Jezebel stereotype against them and convince others that she welcomed or initiated the sexual advances. Another reason that black female lawyers may suffer sexual harassment in silence is that, for many, they are the primary or sole income earner in their household, which means they are more economically vulnerable and less able to suffer the negative career consequences that come with calling out a male colleague or supervisor for unlawful behavior. Half of married black women earn more annual income than their husbands.
42 Moreover, nearly half of all black women in the workforce are not married and are the financial head of their household, making them solely responsible for their own financial welfare and that of their children if they have any. 43 This status of black women as the primary financial support for black households renders them less able to suffer the loss of employment or the loss of income that may be associated with challenging unethical or illegal behavior in the workplace.
The Jezebel stereotype might also be harming black women lawyers' chances for advancement in large corporate law firms and other law practice settings because it discourages black women from trusting white men. When a white male lawyer takes an interest in mentoring a black female lawyer she has to ask herself-Why is he doing this? Where is this going to go? Does this man have a sexual agenda for me or is he genuinely and exclusively interested in helping me professionally? These questions are only magnified if the white male lawyer is from the South because black girls who are coming of age often receive a warning from their fathers and uncles to beware of the fascination southern white men have with black women. 44. My own father gave me this admonition when I was in High School. I brushed it off as an unnecessary caution from an overprotective black father who was the product of the long gone Jim Crow era, until I found myself working in a restaurant in college in the South and encountered an old white man who had ordered coffee with his meal. When I asked him how he liked his coffee he responded: "Just like I like my women-black." I later encountered several white men in college who were from the South and who sought sexual involvement with me and who shared a colloquialism with me that had been passed down from their fathers: "Once you go black, you never go back." These experiences confirmed for me that there was at least some truth to my own father's admonition, and that I ought to heed his warning. This sexual interest in black women seems to continue with an apparently large taste for racist pornography involving black women, particularly among southern white male consumers of pornography. Rather than risk the relationship devolving toward sexual harassment, black women lawyers may shy away from white males who are willing to mentor them, when the reality is that white men are often the persons best positio~ed to help black women lawyers advance their careers. Testimonials from women of color who have achieved significant levels of success in law practice confirm the need for black women lawyers to embrace white men as mentors. Latina lawyer Carmen Toledo stated that her mentors in the law firm where she practices are white men "[b]ecause there's no [other] Puerto Rican woman, I'm the only one here. There are a few other women litigators but it's so unfair to them. They can't be expected to be everything to everyone. It's unfair to expect them to be mentors to everyone." 45 Of course, even if the more senior white male lawyer has no sexual agenda and truly wants to mentor the black female lawyer to help advance her career, there is always the perception of others in the workplace with which the black woman lawyer will need to contend. The Jezebel stereotype may provoke others to question the success of the black female lawyer and attribute her success to the fact that she is "sleeping her way to the top." This assumption, of course, is related to another stereotype about black women, which is that they are less intelligent and less hardworking than non-black lawyers. Unlike Asian American women lawyers who may be viewed through the model minority stereotype, 46 which attributes hard work and strong intellect to people of Asian descent, blacks labor under the negative stereotypes of laziness and unintelligence. In her book discussing what it takes for women of color to thrive in the practice of law, Monica Parker shared that as an African American lawyer, she is "always worried about being perceived as lazy or not smart." 47 Ms. Parker's worry of having these negative stereotypes assigned to her by others is not unusual. In a recent study of black lawyers seeking to ascertain the challenges they confronted in becoming lawyers, one common challenge identified by study participants was the recognition that others frequently viewed them as less capable of intellectual pursuits than their non-black peers. 48 If black women lawyers are viewed, perhaps subconsciously, 49 as less hard working or less intelligent than their peers, any success they achieve is 45 (2005) . For more on the way bias unconsciously impacts our conscious thoughts, visit the at risk of being viewed through a lens of doubt and suspicion. Accordingly, the success of the black female lawyer is continuously at risk of being attributed to being the sexually loose Jezebel or being a less qualified affirmative action beneficiary. While the additional identity work that black women lawyers perform in the workplace is aimed at rebutting negative stereotypes associated with the identity of black women, it may be a double-edged sword that operates to impede their opportunities for professional advancement. The fear of performing in a way that might confirm preexisting stereotypes applied to a particular identity, such as black womanhood, is what psychologists call "stereotype threat." 50 Stereotype threat has been shown to undermine the performance of a group of people, including white men, when the group in question is an "ability stereotyped group" in relation to the task they are asked to perform. 51 Black women are an ability stereotyped group when it comes to performing intellectually challenging tasks for long periods of time because they labor under both the stereotype of laziness and unintelligence. 52 Because black female lawyers labor under these negative stereotypes about their ability, their fear of doing something that might confirm one of these negative stereotypes in the minds of their colleagues may frustrate their ability to perform. Likewise, a simple error such as a typographical error in a legal brief is at risk of being viewed by supervising lawyers as confirmation of the negative stereotypes attached to black womanhood-an oversight due to laziness or lack of attention to detail-rather than excusable human error that all lawyers make from time to time. With the extra identity work that black female lawyers have to contend with while performing their professional roles, it is not surprising that they are not advancing in the legal profession at an acceptable rate; nor is it surprisHarvard Implicit Bias Project at https://implicit.harvard.edu/implicit. Project Implicit, HARV 51. See, e.g., STEELE, supra note 12, at 8-10. In one study, white males performed worse on a golf exercise when they were told that the exercise was being performed to test their athletic ability. Id at 8. Because white males are an ability stereotyped group in the area of athletic performance, the men in the test were subject to stereotype threat when golfing and performed worse on the test than when they were told nothing about the purpose of the golfing exercise. Id 52. The laziness stereotype applied to black women is most commonly deployed through the use of the stereotype of the "welfare queen." See Elijah Anderson, The Iconic Ghetto, ANNALS AAPSS, July 2012, at 8, 16. The welfare queen is a black woman who is too lazy to work so she exercises her hypersexual Jezebel tendencies to have babies and collect a welfare payment from the government thereby living off of taxpayers. ing that many black women lawyers leave the white male dominated corporate law firms in search of more diverse work environments where accomplished black women are less of a nove1ty.
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IV. STEREOTYPES OPERATING OUTSIDE THE WORKPLACE Black female lawyers face challenges not only in the workplace but outside the workplace as well, and these additional challenges further impede their struggle for advancement in the pipeline to power. Unlike white women, black women have few close relationships with the group of people who hold most of the power in the legal profession-white men. In this respect, black women are outsiders in the legal profession while white women are insiders. 54 As all practicing lawyers know, relationships are an extremely important component to cultivating a law practice. Relationships help build a client base, create a professional reputation, and open doors to powerful opportunities. Much has been written about how women lawyers generally are disadvantaged when it comes to forging professional relationships because many of these relationships are fostered on the golf course or in other all male social settings that exclude women. 55 But white women lawyers generally do have more access to power in the legal profession because of their social relationships with white men. They are their daughters, wives, sisters, and other relatives, and because of these close relationships, white women often have men with power working to aid in the advancement of their career. 56 White women lawyers are therefore better positioned to leverage the social capital of white men to help advance their careers. (2007) (examining the number of women serving on corporate boards of directors of Fortune 500 companies, and noting that of the few women who serve on these boards, several have close relationships with Black women, on the other hand, rarely have familial relationships with white men, and therefore often lack a person who has both the power and the vested interest in helping them advance. Black women have tried to forge professional relationships across racial lines by collaborating in affinity groups for women in law firms and bar associations. 57 These groups integrate women of color and help all women support each other through worklife balance and mentoring programs, and they serve an important role. 58 However, overreliance on affinity groups can be a detriment to black women lawyers because they can create a false sense of security. A women's affinity group is generally populated by the gender group in the firm or legal institution that has been identified as underrepresented in leadership positions, which means that it cannot serve as the sole vehicle for helping black women advance in the workplace. In order to advance in male-dominated institutions, black women have to set aside the gender stereotypes about how they are to interact with white men, because the people who are best positioned to mentor women and advance their careers are white men.
Another social reality that distinguishes black women lawyers from thefrwhite counterparts is that most black women who marry, marry black men. Black women are the least likely group of women to marry outside of their race. 5 9 This racial loyalty in marriage means that many, if not most, black female lawyers are the primary income-earner in their household. 60 One would think that this status would earn them extra support at home-a husband who cooks dinner, does the laundry, and is the primary caregiver for the children. Unfortunately for many black women, stereotypes of the black woman are lurking at home and operate to fuel the black man's expectation that his wife will perform all of the traditional "wifely" duties that generations before her did. 61 In an effort not to emasculate black men, black women often take on too much by assuming both the role of primary income generator and primary caregiver for the family. In relation to their family, black women consistently view themselves as "servants of other people's interests," using words such as "supportive," "giving," "underpowerful white men which likely gave them access to these powerful and lucrative positions). er words, black women who become lawyers integrate their racial and gender identity into their professional role as lawyers. 67 This integration results in black women lawyers seeking or accepting opportunities to use their professional identity to advance the interests of the black community. Since entering the legal profession in the nineteenth century, black women lawyers have consistently used their status as lawyer to help uplift the black community. This commitment to community advancement is evidenced in black women lawyers' formation of the National Association of Colored Women Clubs 68 and the black women's club movement, which sought to protect black children and save them from being adjudicated delinquent in the court system. 69 This commitment to community is not a historical relic of the past. Today black women lawyers are active in their churches, various civic organizations that promote advancement of blacks, such as the NAACP, and in providing pro bono representation to individuals in their community who otherwise might do without legal services. While this community service commitment is an honorable one, and it can help advance a legal career, 70 it is a commitment that takes time away from billing hours to paying clients or doing other work that operates more efficiently and effectively to advance a legal career. Although black women's families and communities are the beneficiaries of their self-sacrifice, their selfless commitment to family and community comes with a cost. One cost may be black women's health and emotional well-being, but another may be their ability to advance in the professional sphere when they are competing with others who have more support at home and fewer obligations to community.
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CONCLUSION
The challenges confronting black women lawyers' struggle for advancement in the legal profession include unyielding appearance discrimination, which defines the image of the professional female in the white woman's image with slender body types and hair that is straight and hangs down. Black women lawyers have started to make their own progress in this area. Those whose positions are secure with partnership, tenure, or a strong track record of superior work are making the personal choice to wear their hair natural, which necessarily means donning "non-traditional" hairstyles in the workplace such as braids, Afros, and fmger waves. When non-black peers see successful black women with natural hair, it legitimizes and normalizes the existence of natural black hair in the workplace, so these pioneering women are making it possible for future generations of black women lawyers to worry less about the need to conform to the European beauty bias surrounding hair when performing their professional identity as lawyer. Black women lawyers are also raising their daughters to be proud of their natural hair and to resist the pressure to transform their hair to a non-natural state of straight through chemical processing. But the burden to progress beyond the European beauty bias should not be borne by black women alone. Strict standards of beauty imposed on all women lawyers limit our autonomy in performing our professional identities, so we have to stand up for one another and resist dress codes that require all women to conform to an ideal beauty standard because more can and should be done on the structural level. Law firms and other places that employ lawyers should seek to promote diversity by adopting human resource policies that permit all employees to wear their hair in neat styles that accommodate their natural hair.
Because the professional identity of black women lawyers is also subject to the stereotypes about black womanhood, black women lawyers are working to rebut stereotypes while performing their professional duties. None of the stereotypes confronting black women lawyers will evaporate overnight, but as a profession, we must understand that black women law-_ yers are aware of these stereotypes and may be shifting their behavior in ways that seek to avoid confirming negative stereotypes about their gendered identity. All women lawyers in the male-dominated professional workplace of law may worry that seeking or accepting mentorship from male colleagues will convey the wrong message about their sexuality to the male mentor and others in the workplace, and black women lawyers may feel a heightened concern around this issue given the sexual stereotypes assigned to their intersecting identity. While sexual stereotypes about women with male mentors do prevail in the workplace, the professional benefits to women in seeking male mentors and cultivating relationships with men in the legal profession are too significant for black women to forego, especially given their lack of relationships with these men outside of the professional setting. Building social capital among those in power in the legal profession is an important step for black women lawyers seeking to advance their careers.
To break free of the stereotypes that bind us, black female lawyers have to take some risks; we have to learn how to ask for help and avoid falling into the role of the Mammy or the Sapphire. We have to risk being viewed as Jezebel as we cultivate professional relationships with male lawyers who are positioned to help advance our careers. Black women lawyers have to recognize that real strength lies in demanding appropriate support from spouses, colleagues, and community. A failure to take care of self will result in black women lawyers becoming the long-suffering, self-sacrificing Mammy, the result of which is to advance others, but not ourselves.
